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Abstract 
The time frame of our project is from first week of October to the end of third week of December and 
the writing period is around two and half months. During the writing process, we are not only having a 
deep understanding of the theories or models related to motivational skills, performance and the 
relations between them, but also experiencing how to use these theories or models to investigate the 
practical issues in the real world.  
The aim of this thesis was to identify and examine contemporary motivational theories and see how 
they fit to the worker’s point of view. Two theories (Path-Goal and Maslow’s) were selected for 
empirical research. From the conducted survey of a total of 36 respondents from organizations located 
in CG Company and an interview are included. We think that Maslow’s theory could be effective in 
that culture, but ineffective in terms of monetary incentives. The literature research showed that there is 
a strong need for further research in the topic of motivating workers in Nepalese work environment 
with highly politicized condition. 
From time immemorial, the role of leaders in ensuring excellent organizational performance can’t be 
over emphasized. The need for adequate motivation, suitable working environment, compensation and 
efficient communication between employers and employees are important to promoting excellent 
organization performance. It was necessary that leadership recognizes the needs of the workers, employ 
appropriate motivational tool such as promotion of staff based on merit and skills, provide suitable 
working environment and provide an appropriate leadership style that will encourage free flow of 
information among employer, superior officers and other employees. 
This report examines the research literature on validation studies to provide an overview of what is 
known about the accuracy of motivation. Influence of political environment in business sector and to 
navigation from it is a really huge challenge for under developed countries like Nepal. We are trying to 
explorer some real facts of it which is highly different from the well developed western society. 
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1. Introduction 
 
1.1 Background 
 
After the emergence of Information Technology sophisticatedly, the economic development and 
globalization boosted up. Many companies running since more than 100 years and making an 
impression to the society have been collapsed in this new era. A leader not only influences the 
employees but also influences and shapes the organizational overall performance directly and 
indirectly.  
A leader utilizes the available resources for the achievement of the organizational goal. 
Organizational culture and environment also influences the employees in such a way that can make 
their active participation and can guide them in the direction to generate better outcomes. So, it is 
clear that to manage an organization in a proper way is not so easy. The success and failure of any 
organization mostly depends on how the management is working on it. The competitive edge 
expected in today’s economic climate has increased to focus on work motivation and employee’s 
job performance.   
Leadership is lifting a person's vision to higher sights, the raising of a person's performance to a 
higher standard, the building of a personality strongly. This can only be done through choosing the 
staffs well, knowing their personalities and motivations, and managing and leading them 
appropriately. The modern trend in human resource management highlights the major role of a 
leader in motivating employees and helping them develop in the respective skills and talents. 
Researches and studies in the field of human resource management and organizational culture have 
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indicated that effective and successful leaders are those who are exceptional motivators and 
coaches. 
What is fundamentally dominant today in organizational leadership, is that employees are not only 
able to work; but must also be willing to work. So, only well-motivated people will produce a real 
edge and continuously maximize performance. Motivation can be defined as psychological forces 
that determine the direction of an individual's behavior in an organization, his level of effort and 
level of persistence in the face of obstacles (G. Jones and J. George, 2008). 
When we are talking about motivation, we can never ignore the Maslow’s Hierarchy of Needs from 
which modern leaders and executive managers find means of employee motivation for the purposes of 
employee and workforce management. The basis of Maslow's theory of motivation is that human 
beings are motivated by unsatisfied needs, and that certain lower needs need to be satisfied before 
higher needs can be addressed. As a result, for adequate workplace motivation, it is important that 
leadership understands which needs are active for individual employee motivation which are most 
helpful in economic growth. In this regard, Abraham Maslow's model indicates that basic, low-level 
needs such as physiological requirements and safety must be satisfied before higher-level needs such as 
self-fulfillment are pursued (Maslow, 1971). 
Motivation is an umbrella concept encapsulating the psychological processes that direct, energize, 
and sustain human behavior (Mitchell & Daniels, 2003). Our focus is based on a particular aspect 
of motivation, motivation maintenance, the degree to which individuals continue to invest time and 
energy in their work. In many occupational and organizational contexts, employees lack 
opportunities for contact with beneficiaries.  
In conjunction with McGregor’s theory X and Y, Maslow’s hierarchy of needs, is very educational 
and easy to grasp. This is probably one of the reasons for its fame (Hein, 2009b, chap.4). According 
to Adair (2009) this is also the most influential theory of motivation, McGregor was along one of 
the most influential management thinkers. He made us change the concept of the workers. He made 
them humans – not machines. He focused on the underlying needs of the workers, rather than 
focusing on the task. 
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We decide to conduct our empirical research to CG (Chaudhary Group), Nepal which is one of the 
most leading corporate in Nepal. Our focus is how the company’s leaders are motivating their more 
than 2500 employees. In which level the employees are motivated to their job and how the different 
theoretical overviews are applied on it. On the basis of related theories and findings from the 
empirical research we are going to make our analysis and conclusion. 
 
Actually, we both are from the field of IT and honestly we want to say that we are very new in this 
subject. But when we start to learn about leadership, it is really interesting. In a company many 
people working together but all individuals have their own desire, likes, dislikes and ideology. 
Some people may want more salary, some of them may want more power, some people think about 
the nice working environment and so on. That’s why from perspective of a leader is not an easy task 
to handle all the problems and to motivate all employees in a proper manner. Anyway, accompany 
be success when a leader can manage the employee’s desire and address the issues and problems. 
That is very interesting for us and we decide to write a research paper about motivation. From this 
study we want to acquire some knowledge about how a good leader can motivate their employees 
who have different expectations. We think theory is just a tool but application of it on the practical 
field depends on a personal behaviors, skills and way of thinking.  
 
We choose CG Company of Nepal because it is one of the multinational companies of our country. 
CG is one of the reputed and fast growing companies in Nepal having more than 2500 employees 
and around more than fifty products. Due to the quality production, international reorganization, 
and ongoing goodwill of the company attracts us to choose this company. CG Company is 
continuously delivering FMCG (Fast Moving Consumer Goods). But still, from this research, we 
want to know that how the leaders of CG company motivating their employees. As we all know that 
motivation is a key factor which directly influences the performance of the employees.  
However, political situation of country has played critical role in the business management and 
trading scenario of this company. As a result it has been a great challenge to leaders in the company 
to handle the situation of appropriate business run. Several day-to-day strikes in the country have 
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created massive environmental disturbances. It has been noticed that an average of 150 workers in 
the company are absent and inactive on their job because of such unconditional strikes.  
According to Rastriya Samachar Samiti ( RSS ), ‘Nepal’s business environment has been seriously 
affected by the series of political conflicts following one after another in the last ten years or so. 
The adverse impact of the political conflict on business has annihilated the business environment of 
Nepal. And unfortunately, it could take decades to recover from such a grave mayhem even after 
the restoration of peace. The loss of business opportunities, due to personal security and grave 
human rights violation are the desolate affects of a decade long conflict no one seems to fancy 
anymore especially Nepali business personnel. Hence, the political and security situation in Nepal 
has huge implications for further business assistance and its effectiveness in the long run. 
Different employees in the Chaudhary Group are associated with different political parties. And as a 
result it has been seen conflict and discontinuity of organizational tasks. 
 
 
  
1.2 Problem Area 
In any organization many people working together but each individual have their own ideology and 
different needs. What is fundamentally dominant today in organizational leadership, is that employees 
are not only able to work; but must also be willing to work. So, only well-motivated people will 
produce a real edge and continuously maximize performance. Organizations desiring to improve 
employee motivation need a system in place that consistently rewards employee achievements. 
Each person has his or her own likes and dislikes, passions, interests and desires. The role of the 
successful manager is to learn how to identify what motivates each employee, and learn how to 
leverage those motives to simultaneously fulfill the goals of the organization, as well as the goals of 
each employee. Some employees are motivated by money. In fact, most are motivated by money; at 
least for their basic needs. Employee motivation through compensation can come in the form of raises, 
performance bonuses, commissions, profit sharing, or any number of "extra benefits" like, automobiles, 
vacations, or other tangible items purchased and used as rewards. 
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Here our focus is on how CG is trying to motivate its more than 2,500 employees. In which level the 
employees of different positions are motivated and what are the factors they think could be better to 
make them to do the job well done. 
 
1.3 Problem Formulation 
“How does a leader of Chaudhary Group in Nepal motivate its employees over highly politicized 
environment?” 
For the better understanding of our problem, we try to link the following sub questions; 
Sub questions 
 How to encourage the employees to make them willing to do their job?  
 What are the impact of culture and politics in Chaudhary Group?  
 Does the motivation improve the performance of employees? 
 
2. METHODOLOGY 
As we have mentioned in the introduction section how a motivational factor determines the better path 
for better employee performance. Beginning with the Maslow's theory based on hierarchy of needs 
whereof motivation plays a vital role in employee's performance. 
The primary and secondary data will be used for analysis and findings. According to Patel and   
Davidson (1994), primary data is collected from interviews, observations and survey while secondary 
data is obtained from books, web information, non-government organizations and articles. So this 
comprises both primary and secondary data. Based on our research paper we have included three sub-
questions in the problem area focusing on different ways and techniques that act as key to motivate 
employee by several means. By linking the Maslow’s Model it helps us to identify the employee 
needs and psychological requirements of workers.  Further it helps us to underline the Company's 
higher level need and requirements in the global scenario as well.    
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2.1 Data Collection 
Primary data collection will be done by survey. We are going to choose some of the employees of 
different position and different sectors and the survey will be conducted based on the closed ended 
questionnaires. Due to the limitation of time for sure it is not possible to go to the public to find their 
opinions about its services, transparency, community economic development activities and so many 
other factors. But the case study is doing on the basis of available resources and data, and comparing 
them to the appropriate theories and principles of motivation. According to Patel and   Davidson 
(1994), primary data is collected from interviews, observations and survey while secondary data is 
obtained from books, web information, non government organizations and articles. So our report 
comprises both primary and secondary data. 
Secondary data are mainly based on internet surveys such as  
- Published journals and articles  
- Trusted media and magazines 
- Annual commercial report published by NCC. 
We made some questionnaire about motivation and the responses of employees are collected during 
October and an interview is also included. Based on the selected theories and response of the survey, 
we want to make a real time analysis and impact of motivation. We can see everyone doing their job in 
any organization, but the performance is depends on how much the person is motivated and willing to 
do his/her job. Details are presented methodology and process is represented pictorially in the 
following page. 
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2.2 Outline of the Research Paper 
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3. Theroritical Study 4. Empirical Study 
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6. Discussion 
7. Conclusion 
Appendices 
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3. THEORY 
3.1 Literature Review 
 Leadership is not magnetic personality - that can come from charm and the ability to ‘talk a good 
game’, which can be empty qualities. It is not ‘making friends and influencing people’ - that is 
flattery. Leadership is lifting a person's vision to higher sights, the raising of a person's performance to 
a higher standard, the building of a personality in high level. 
A simple definition and easy answers do not exist in the area of leadership. Leadership is a complex 
process by which a person influences others to accomplish a mission, task, or objective and directs the 
organization in a way that makes it more cohesive and coherent. A person carries out this process by 
applying her leadership attributes (belief, values, ethics, character, knowledge, and skills).                     
Although your position as a manager, supervisor, team leader, etc. gives you the authority to 
accomplish certain tasks and objectives in the organization, this power does not make you a leader - it 
simply makes you the boss. Leadership makes people want to achieve high goals and objectives, while 
bosses simply oblige people to accomplish a task or objective.  
When it comes to developing the strength of leadership in an organization, the question over 
whether ‘leaders are born or made’ is often debated. It appears that leaders can be made, providing 
they have the necessary qualities to start with. Responsibility for leadership training and 
development within organizations resides with the management; but this should be carried out for 
each layer of management, including team leaders and volunteer organizers 
(www.worldanimal.net). 
.  
To develop leadership, the focus must be on the four clusters of characteristics that successful and 
strong leaders have in common vision, perspective and a clear understanding of the big picture the 
ability to organize and empower to achieve results strong interpersonal skills, and the ability to 
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communicate, influence and work with others personal motivation, energy and resilience to be 
consistently successful. 
3.2 Path-Goal Theory 
Motivated employees are an asset to all organizations. They propel the organization forward by 
positively influencing the work climate, attitudes, customer orientation and, ultimately, organizational 
performance. Path-Goal Theory is about leaders motivate subordinates to accomplish designated 
goals. The stated goal of this theory is to enhance employee performance and employee satisfaction by 
focusing on employee motivation (Peter G. Northouse, 2010).  
Despite a number of conceptual issues, persistent measurement flaws by subsequent researchers, and 
mixed results, path-goal theory is generally regarded as a logical framework for explaining and 
researching the impact of leadership behaviors (Evans, 1996; Schriesheim & Neider, 1996; Wofford 
& Liska, 1993). In general, there has been little support for the moderators since the theory was first 
published. However, there has been growing concern that a number of instrumental and 
methodological errors have led to faulty conclusions being reached (Schriesheim & Neider, 1996; 
Villa, Howell, Dorfman, & Daniel, 2003; Wofford & Liska, 1993).  
By far, the most commonly researched moderating variables have been task characteristics (Evans, 
1996). Several variations of task design have been proposed as moderating variables for the path-goal 
theory, but the results have been decidedly mixed (Griffin, 1980; Levanoni & Knoop, 1985; 
Podsakoff, Mackenzie, Ahearne, & Bommer, 1995; Schriesheim & Denisi, 1981; Schriesheim & 
Schriesheim, 1980; Wofford & Liska, 1993). The most commonly evaluated subordinate 
characteristics have been expertise or ability, need for autonomy, and perceived locus of control 
(Evans, 2002; Howell, Dorfman, & Kerr, 1986). 
 Table 1: Path-Goal Leader Behaviors (House 1996)  
Directive Letting subordinates know what they are expected to do; giving specific 
guidance  
Participative Consultative dyadic influence on subordinate decision making and work  
Supportive Satisfies subordinates needs and preferences; showing concern  
Achievement-Oriented Encourages performance excellence; sets challenging goals; shows 
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confidence in subordinates  
Representation/Networking Build and maintain group reputation, positive relations with powerful 
external others  
Interaction Facilitation Facilitate collaboration, communication and interaction; resolve disputes  
Work Facilitation Planning, scheduling work; provides mentoring, guidance, coaching, etc 
Group Decision Process Gaining decision consensus and acceptance of solutions posed to group  
Shared Leadership Encouraging shared responsibility for leadership behaviors  
Value-Based Leadership Articulating and displaying passion for the group vision  
 
3.3 Components of Path-Goal Leadership 
There are three major components of Path-Goal Leadership: 
3.3A. LEADERSHIP APPROACH 
The basic styles are defined by different situations such as Coaching, Directing, Participating or 
Delegating. According to House and Mitchell (1974), there are four styles of leadership: 
 
1. Supportive leadership 
Considering the needs of the follower, showing concern for their welfare and creating a friendly 
working environment. This includes increasing the follower's self-esteem and making the job more 
interesting. This approach is best when the work is stressful, boring or hazardous. 
 
2. Directive leadership 
Telling followers what needs to be done and giving appropriate guidance along the way. This 
includes giving them schedules of specific work to be done at specific times. Rewards may also be 
increased as needed and role ambiguity decreased (by telling them what they should be doing). 
This may be used when the task is unstructured and complex and the follower are inexperienced. 
This increases the follower's sense of security and control and hence is appropriate to the situation. 
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3. Participative leadership 
Consulting with followers and taking their ideas into account when making decisions and taking 
particular actions. This approach is best when the followers are expert and their advice is both 
needed and they expect to be able to give it. 
 
4. Achievement-oriented leadership 
Setting challenging goals, both in work and in self-improvement (and often together). High 
standards are demonstrated and expected. The leader shows faith in the capabilities of the follower 
to succeed. This approach is best when the task is complex. 
 
 
3.3B. SUBORDINATE PREFERENCE 
This is one of the major component of Path-Goal Theory which underlines every individual 
subordinate to adopt definite leadership styles in practice. In a practice, subordinate could perceive 
particular leadership in several ways such as: 
-Satisfying 
-Motivating 
- Stressful 
- Unsatisfying 
An employee might perceive his own abilities as high and thus views the coaching and directing 
behavior as irritating , stressful and de-motivating. There may occur extra demands in context of their 
working nature, working periods, pay-scales etc. Subordinates might like to seek more authority on 
their work in terms of working hours, overtime duties or extra incentives. Likewise other might expect 
better support in terms of man power or in terms of their position. 
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3.3C  NATURE OF TASK 
The willingness and confidence of the employees depends upon the nature of specified work to them. 
It deals with analyzing the task and reformulating its structure in clear way, thus removing any road 
blocks in the task, accelerates working strength of the employees. 
 
3.4 STRENGTH OF PATH -GOAL  
- it is an initial attempt to provide an expanded framework which combines the previous works of 
situational, contingent leadership and expectancy theory. 
- it is also the first theory to emphasize the importance of motivational factors from the subordinate 
perspective. 
it defines very practical and clear roles for a leader. 
 
3.5 CRITICISM OF PATH -GOAL 
- it is very complex theory since it considers more parameters and requires analysis of those 
parameters to effectively choose leadership style.  
- it is challenging to evaluate and analyze various components of the theory in real organizational 
situations. 
it is also criticized for placing a great deal of responsibilities on the leader and less on the 
subordinates, thus it might make the subordinates more dependent on leadership and inhibit their 
independent growth. 
 
4.  Motivation 
As stated above, any leader behavior which changes the expected rewards or the path toward 
achieving them affects the motivation of the subordinates. This implies that a person engages in 
behaviors that will rationally maximize their expected rewards to the exclusion of any other behaviors. 
However, this is obviously not a realistic viewpoint since people engage in behaviors that are 
decidedly less than optimal personally for the benefit of a collective (work, social organization, 
family, etc.). To address these behaviors, the self-concept theory has been proposed as an extension of 
path-goal theory (House & Shamir, 1993).  
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Motivation is that tools which helps to accelerate the work performance of employee. Without 
motivation no one can do better even having lots of experience and skill. Therefore it is really 
important to have a motivation policy in every organization for the achievement of company’s goal. In 
regards to this we have selected the Maslow’s theory to motivate the employee in a CG company. This 
theory deals about the job satisfaction. 
Motivation is also an important leadership field. This can be augmented via Vroom and Jago’s (2007, 
p.18) characterization of leadership with the following phrase: “leadership is a process of motivating 
people to work together collaboratively to accomplish great things”. Motivation and  leadership goes 
hand-in-hand. The modern manager in today’s highly competitive economy really needs to master the 
art of motivation in order to maximize the talent of his followers. As Groysberg et al. (2008) puts it: 
“even a superstar like a Nobel Prize-winning scientist cannot represent a competitive advantage for 
an organization unless firm-specific factors contribute to his or her performance”. 
There are a set of assumptions underlying self-concept motivation (Shamir, House, & Arthur, 1993).  
1. Humans are not only pragmatic and goal-oriented but are also self-expressive.                                 
2. People are motivated to maintain and enhance their self-esteem and self-worth.                               
3. People are also motivated to retain and increase their sense of self-consistency, which is the              
correspondence between behavior and self-concept over time.                                                               
4. Self concepts are composed, in part, of value, social, and personal identities.                                    
5. Humans may be motivated by faith.  
There are five sources of motivation: intrinsic process motivation, goal internalization, extrinsic or 
instrumental motivation, external self-concept-based motivation, and internal self-concept-based 
motivation. (Leonard, Beauvais, & Scholl, 1999). Table 2 provides a description of the various types 
of motivation. 
Table 2: Motivation Sources (Leonard et al., 1999) 
Motivation Source Focus 
Intrinsic  Work itself if personally rewarding and enjoyable  
Instrumental  Work will result in pay, promotion, bonuses, etc.  
Goal Internalization  Work goals converge with one's own  
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Internal Self-Concept  Work satisfies internal goals and values, not 
group's  
External Self-Concept  Work leads to acceptance, later increased status or 
rank  
 
4.1 Motivational Tools 
Tools are essential factor to find out the most common expectations of employees from their jobs . 
This helps in the development of organization and growth of  socio-economic status. This is how 
people work not just to make a living but also how they compare against their peers. A 
motivational tool can optimize the effort of employees and deals in the achievement of economic 
growth from their work done. 
According to peak performance expert, Peter Murphy, there are basically twelve types of 
motivational tools that can lead a company towards successful status. 
1. Handling Obstacles:  Recognizing obstacles and learning to remove them can make vision a 
reality. The individual who is extremely motivated and successful has been motivated by a vision. 
2. Need of Freedom: The quest for freedom is the basis for motivation. Total freedom is not 
necessarily desirable or possible, but the pursuit of that ideal is what motivates us to succeed. 
3. Vision Oriented: People who develop a vision control their own life and destiny. With no vision, 
your life and destiny are controlled by outside forces. People must change their thinking habits in 
order to change their life. 
4. Goal Oriented: Develop a major goal, but take a specified path to get there. Peoples have many 
smaller goals to reach before they get to the final result. By learning to accomplish these smaller 
goals, they'll be motivated to take on the larger challenges. 
5. Task Completion: Get into the habit of finishing the task. An unfinished project is of no value. 
Leaving things unfinished is a habit that must be changed. 
6. Mutual Support : Find support through friends, acquaintances, and co-workers. For instance, if an 
employee surround himself with motivated, visionary people, he will naturally develop the 
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attributes that helped them get that way. Mutual interests and like-minded associates can be excellent 
motivational tools. 
7. Learning by Mistakes/Failure: Another motivational tool is failure. Failure teaches us to keep 
trying until we get it right. No one ever became successful without prior failures. Failure is a by-
product of imagination and creativity. It challenges people to take risks and teach them  to keep 
trying until they get it right. 
8. Willingness: The fear of failure is a common factor among those who procrastinate. If people want 
to succeed in reaching their goals, they must be willing to take a risk and lose. Many people trade joy, 
satisfaction, and fulfillment for a job that is considered conventional and safe. 
9. Performance: The unfulfilling job is not the failure; not pursuing our dreams is the real failure. 
Developing a vision requires conquering our fears and finding motivation from within. 
10. Dreams Oriented: The power of dreams is the primary factor in becoming motivated. 
Productivity will be the result of developing habits and attitudes that keep people on the right track. 
11. Change: By changing bad habits and focusing on  specific goals, motivation will come even when 
people wish they could quit and times are tough. 
12.Getting Right One: By identifying the behaviors that one need to change, developing a vision of 
what people would like to achieve, and striving to attain that goal, they will become a 
naturally motivated, highly efficient, productive person. 
 
4.2 Maslow’s Hierarchy of Needs  
If you are to ask the average manager (or even a person in the street) on motivation theory, it is very 
likely that the first answer that pops up in his/her mind is Maslow’s hierarchy of needs. He/she can 
also explain to you that there are five hierarchical needs and that the one on top is self-actualization. 
In conjunction with McGregor’s theory X and Y, Maslow’s hierarchy of needs, is very educational 
and easy to grasp. This is probably one of the reasons for its fame (Hein, 2009b, chap.4). According to 
Adair (2009) this is also the most influential theory of motivation. 
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Maslow was an important name in the emerging third wave in the sixties - the humanistic psychology. 
The other two was psychoanalysis and behaviorisms (Sjöberg, 1999). Maslow’s findings are very 
often simplified in a hierarchy of five needs. In fact Maslow’s teaching was much more profound than 
this. Scholars have later identified that Maslow postulated eight primary needs in his hierarchy 
(Saeednia & Mariani, 2010; Saeednia, 2009; Kenyno, 2009). 
 
           Figure 4.2: Source:www.maslowshierarchyofneeds.net 
Even if Maslow’s theories have been highly popular, the empirical research is very limited (Sjöberg, 
1999; Watson, 1996; Latham, 2007; Betz, 1984; Neher, 1991). In fact, Maslow developed his findings 
based on professional observations and not on empirical findings. As a matter of fact he was later 
surprised that it was so widely accepted before anyone tested it (McShane & von Glinow, 2009, 
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p.136). One of the weaknesses with the model is the hierarchy. It is not really necessary that a lower 
order need must be fulfilled before one can fulfil a higher order need. Another criticism is the long 
term vs. short-term criteria. Maslow assumed that needs changed over long time, but this is not always 
the case. “Perhaps Maslow’s theory has its weakest point in that it do not consider how profound the 
differences between individuals really are” (Sjöberg, 1999). 
Maslow’s theory includes two main parts:  
• Classification of human needs, and  
• Consideration of how the classes are related to each other. 
The theory states that people have five needs. They, respectively from lower to higher order are 
physiological, security, social, esteem, and self-actualization needs. Human beings’ most basic needs 
are inborn, having evolved over tens of thousands of years. Maslow’s Hierarchy of Needs states that 
each need must be satisfied in turn, starting with the first, which deals with the most obvious needs for 
survival. Only when the lower order needs of physical and emotional well-being are satisfied is there 
concern with the higher order needs of influence and personal development. Conversely, if the lower 
order needs are not satisfied, there will no longer be concern about the maintenance of the higher order 
needs. 
What is crucial to this theory is the idea of needs hierarchy. The need in fact is simply a motivator of 
behavior and its absence will lead to pathology, with well-being restored once that need has been 
fulfilled. ‘This model serves to highlight that human beings are motivated by unsatisfied needs and not 
by those that have been achieved or fulfilled. Furthermore, people are never completely satisfied on 
any given need level (Kaliprasad, 2006)’.  
This model, according to Kaliprasad, does have a further use in explaining some of the mistakes of 
management. He demonstrates that if a company wants to strive for better customer service, but there 
is not a fair and competitive wage structure in place for its staff, the whole process would ultimately 
be an absolute waste of time and effort. Figure 2.1 below, helps to explain how these needs motivate 
human beings. 
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 Figure3.2: Maslow’s Hierarchy of Needs                                                                                     
Source: http://www.businessballs.com/maslowhierarchyofneeds5.pdf, 2008 
 
4.3 Problems with the Maslow Model 
There are several problems with the Maslow model when real-life working practice is considered: 
- Individual behavior seems to respond to several needs - not just one. 
- The same need (e.g. the need to interact socially at work) may cause quite different behavior in 
different individuals. 
- There is a problem in deciding when a level has actually been "satisfied". 
- The model ignores the often-observed behavior of individuals who tolerate low-pay for the 
promise of future benefits. 
- There is little empirical evidence to support the model. Some critics suggest that Maslow's model is 
only really relevant to understanding the behavior of middle-class workers in the UK and the USA. 
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4.4 Theory X and Theory Y 
McGregor was along one of the most influential management thinkers. He made us change the 
concept of the workers. He made them humans – not machines. He focused on the underlying needs of 
the workers, rather than focusing on the task. He was a futurist and together with Peter F. Drucker he 
brought us forward in our thinking towards the knowledge worker age. Theory X was built on the 
classical theories that neither explains nor describes human nature. Theory X is the authoritarian style, 
where emphasis is solely on productivity. The engineering approach to management one could say. It 
based the assumption that the individuals inherently disliked their work, abhor responsibility, and 
were work-shy, preferred to be directed and above all wanted safety. Thomas Edison’s well-known 
statement was fitting for the Theory X individuals: “Opportunity is missed by most people because it 
is dressed in overalls and looks like work.” The traditional enterprise with its Theory X assumptions 
was focused on control of work, centralized decision making and hierarchical pyramid. The incentives 
were that money, fringe benefits and fear motivated people. 
Theory X 
( Authoritarian Management Style ) 
Theory Y 
( Participative Management Style ) 
Work is inherently distasteful to most people Work is as natural as play, if the conditions 
are favourable. 
Most people are not ambitious, have little desire 
for responsibility, and prefer to be directed 
Self-control is often indispensable in 
achieving organisational goals. 
Most people have little capacity for creative in 
solving organisational problems 
The capacity for creativity in solving organizational all 
problems is widely distributed in the population 
Motivation occurs only at the physiological and 
security levels. 
Motivation occurs at the social, esteem, and self-lf-
actualization levels, as well as at the physiological al 
and security levels 
Most people must be closely controlled and often 
coerced to achieve organizational objectives. 
People can be self-directed and creative at 
work if properly motivated 
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Assumptions about human nature that underlie McGregor's Theory X and Theory Y  
Source: Hersey et. al. (2009) 
From this Theory X, McGregor felt that one needed to find ways to motivate workers to the highest 
levels of achievement. Theory X merely satisfied the lower level of Maslow’s needs. Theory Y 
claimed that work could be as satisfying as play, were play is one of the most motivating activities the 
individuals can do according to Mihaly Csikszentmihalyi (1998). Both play and work is in fact both 
physical and mental activities. McGregor lay emphasize on the fact that the mental part must be put in 
the centre of attention. Managers should not limit their attention to productivity, but should give more 
attention to the needs of their people. McGregor with his Theory Y organization initiated for cohesive 
work teams that had goals of the team that were parallel to the organization’s goals. In such 
organizations people are interested in their work, find it stimulating and want to contribute. McGregor 
called Theory Y “the integration of individual and organizational goals”. 
Despite McGregor used Maslow’s hierarchy of needs as his fundament, Butler (1986) argues: 
“Without McGregor the management world would never have heard of Maslow. But Maslow gave 
McGregor intellectual credibility, and in management circles, McGregor gave Maslow fame”. 
Maslow himself stated about Theory Y:  
”a good deal of the evidence upon which [McGregor] bases his conclusions comes from my 
researches. . . But I of all people should know just how shaky this foundation is. . . My work on 
motivations came from the clinic, from a study of neurotic people. . . I would like to see a lot more 
studies of this kind before feeling finally convinced that this carry-over from the study of neurosis to 
the study of labour in factories is legitimate.” (Maslow, 1971) 
The more important heritage from McGregor, is neither Theory X nor Theory Y – it is the 
assumptions managers and leaders have on people. McGregor undergirded that his theories were in 
fact theories, but one should from a managements perspective assume the individuals were X or Y. 
Burke et al. (2009) wrote “McGregor stressed that Theory X and Y assumptions were no more than 
that – assumptions, beliefs, attitudes – not management style”. Theory X or Theory Y is the manager’s 
creation or hypothesis about human behavior. The Theory Y tries to get rid of the carrot (in the carrot-
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and-the-stick assumption) and replace it with intrinsic rewards, such as achievements of knowledge, 
skill, or autonomy; self-confidence and respect; the exhilaration that comes from personal growth; the 
satisfaction that comes from helping other or being socially responsible (Heil et al., 2000). 
Quite a few organizations use Theory X today. Theory X encourages use of tight control and 
supervision. It implies that employees are reluctant to organizational changes. Thus, it does not 
encourage innovation. 
Many organizations are using Theory Y techniques. Theory Y implies that the managers should create 
and encourage a work environment which provides opportunities to employees to take initiative and 
self-direction. Employees should be given opportunities to contribute to organizational well-being. 
Theory Y encourages decentralization of authority, teamwork and participative decision making in an 
organization. Theory Y searches and discovers the ways in which an employee can make significant 
contributions in an organization. It harmonizes and matches employees’ needs and aspirations with 
organizational needs. 
 
  Figure X-Y Theory, Source: Murphy  (2004) 
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4.4A THEORY ‘X’ 
It assumes that: - 
 The average person dislikes work and will avoid it unless directly supervised. 
 Employees must be coerced, controlled and directed to ensure that organizational objectives 
are met. 
 The threat of punishment must exist within an organization. 
 In fact people prefer to be managed in this way so that they avoid responsibility. 
 Theory X assumes that people are relatively not ambitious and their prime driving force is 
the desire for security. 
 
 
4.4B THEORY ‘Y’ 
It assumes that: - 
 Employees are ambitious, keen to accept greater responsibility and exercise both self-control 
and direction. 
 Employees will, in the right conditions, work toward organizational objectives and that 
commitment will in itself be a reward for so doing. 
 Employees will exercise their imagination and creativity in their jobs if given the chance and 
this will give an opportunity for greater productivity. 
 Theory Y assumes that the average human being will, under the right conditions, not only 
accept responsibility but also seek more. 
 Lack of ambition and the qualities of Theory X are not inherent human characteristics but 
learned in working environments that suffocate or do not promote Theory Y behaviors.. 
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5. Empirical Study 
5.1 Company Profile 
According to (http://www.chaudharygroup.com/), Group's progress over the last seventy years has been 
a trial-blazer on the Nepalese horizon. In a land-locked, developing third world nation, this spells 
nothing short of very hard-earned success. Apart from also being a responsible citizen, Chaudhary 
Group forms an intrinsic part of every realm of life from Biotech, Cement, Education, and Electronics 
& White goods, Energy and Infrastructure, Financial Services, FMCG, Hotels & Resorts, Realty to 
Retail. Since its inception, Chaudhary Group has contributed to the up-lift of the nation's economy, 
equalizing the infrastructure and entrepreneurial capability of Nepal with other developing nations. As 
Nepal's investment potential progressively draws the attention of leading multinationals, Chaudhary 
Group continues to lead, harnessing global partnerships in core sectors and offering cost-effective 
procurement affiliation to corporate worldwide. The company offers its products and services through 
dealers, distributors, retailers, and suppliers. Chaudhary Group is based in Kathmandu, Nepal. 
Chaudhary Group has over the last 65 years forged nurtured and maintained global alliances and this 
growth has taken place through a deep understanding of local markets, people and customs. 
Toshiba Corporation Japan 
LG Electronics Inc South Korea 
Thai Preserved Food Factory Co. Thailand 
Zinc Hospitality Thailand 
CrimsonLogic Pte. Ltd. Singapore 
AES Corporation USA 
Sab Miller South Africa 
Western Union Financial Services USA 
Manipal K-12 Education Pvt. Ltd. India 
Videocon Industries Ltd. India 
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Onida India 
Kelvinator India 
Cinnovation Group Singapore 
 
Chaudhary Group has achieved various distinctions of being the first in Nepal. 
1. No. 1 corporate house in Nepal 
2. 40 plus operating businesses with 2500 employees 
3. Annual turnover of more than $270 million 
4. 1
st
 multinational company in Nepal 
5. 12 Global partners and associates 
6. Presence in more than 20 countries 
7. Wide network with 2000 distributors all over Nepal 
8. Recognition from Forbes Asia 
 
5.2 Background of study 
This study aims to explore and examine the domain of Motivational skills within CG Company. This 
study is intended to develop and validate survey that assesses employees’ attitudes toward 
implemented motivational skills and practices in CG Company in Nepal. 
The survey instrument was developed based on personal observations and research literature 
indicating that motivational skills which are important considerations in any business sector 
effectively for superior performance. 
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Our fundamental aim is to look at the system of motivational skills and practices exploited in CG 
Company. This chapter will summarize the survey and discuss methodology of the current study. We 
tried to attempt as many as possible employees of CG Company but unfortunately, limitation of time 
we just come to close to only few members of the company.  
 
The following are the survey questions that guided the investigation which the study will try to answer 
via empirical analysis: 
5.3 Survey Questionnaires; 
 
Dear Sir/Madam, 
As a part of our project, we would like to gather some information which will help us in depth 
study of our project. We will be obliged if you co-operate to filling these following given 
questionnaires. Since the questionnaires are being used just for academic purpose, the gathered 
information will be strictly confidential.  
Guru Prasad Sapkota 
Nitesh Nepal 
Kindly requested you to fill the following form; 
 
Full Name          Date of Birth 
Department           Designation   
(Please put the tick mark in the appropriate box) 
1) How long have you worked for this company? 
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a) Less than 1 year  
b) 1 to 5 years   
c) 5 to 15 years    
d) More than 15 years 
2) Are you satisfied with the support from your boss? 
a) Highly satisfied 
b) Satisfied    
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
 
3) Do you think your leader is really interested in motivating the employees? 
a) Strongly agree 
b) Agree  
c) Disagree    
d) Strongly disagree 
e) Neutral  
4) Which types of incentives motivates for you? 
a) Financial incentives  
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b) Nonfinancial incentives 
c) Both   
 
5) How much are you satisfied with the incentives provides by your organization? 
 a) Highly satisfied 
b) Satisfied   
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
 
6) Which of these factors do you feel affects your ability to work? Choose one.   
a) Challenges  
b) Lack of control                  
c) Competition    
d) Cooperation           
e) Recognition 
 
7) Please provide the following rates,                  
     (1- Strongly Agree,       2- Agree,       3- Neutral,        4- Disagree,       5- Strongly Disagree,) 
 
 
 
 
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
. )  
Which of thes  
factors do y u feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
fact rs do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
th se 
factor  
d  you 
feel 
affects 
y ur 
ability 
to 
work? 
Choose 
one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
 
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
th se
factor  
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
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No. Factors Rates 
I Reasonable Periodical Increase in Salary  
Ii Job Security Exist in the Company  
Iii Inspired by Your boss and his Behavior to You  
Iv Good Relationship with Co-workers  
V Effective Performance Appraisal System  
Vi Effective Promotional Opportunities in the Organization  
Vii Good Safety Measures Adopted in the Organization  
viii Performance Appraisal Activities are Helpful to Get Motivated  
Ix Support From Co-workers are helpful to Get Motivated  
X Company Recognize and Acknowledge Your Work  
                                                                                                                                                                   
8) Rank the following factors which motivates you the most?                                                                    
(Rank 1, 2, 3, 4… respectively) 
No. Factors Rates 
I Increase in Salary  
Ii Promotion  
Iii Motivational Talks  
Iv Leave  
V Recognition  
                                                                                                                                                                    
9) Do you think the incentives and other benefits will influence your performance? 
a) Influence 
b) Doesn’t Influence  
c) No opinion    
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10) Does your Boss/ Leader involve you to decision making process in your department? 
a) Yes 
b) No 
c) Occasionally     
 
11) What kinds of changes do you expect to improve the work place environment? Please give your 
three opinions. 
Thank you for your kind co-operation 
 
 
We collect the complete survey questionnaires to 36 employees of CG Company who are working on 
different departments and different positions. After getting the response from them we are going to 
make an analysis of the survey result in the Analysis and Result chapter.  
All the details of questionnaires and detail options are provided options are presented in appendix. 
 
6. Analysis and Result 
The questionnaire response rate of employees’ questionnaire is 75%. The targeted population for 
survey questionnaires was 48. However, the completed and returned samples from them were 36 
indicating that 75% of the total number of samples was processed. This percentage is in fact is 
excellent and promising. It confirms that the response rate is undoubtedly reliable and can scaffold the 
validity and significance of the results. 
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Working Period 
Percentage 
CHART 1 
Description of Chart: 
Classified the X-axis with the ‘Number of Workers/Employees’ and Y-axis as the ‘ Time Period ’ 
which illustrates the overall working timeline. Given statistics with the lesser time working in the 
company for employee is seen as 17% for less than a year. Likewise,  employees who are working for 
time period of more than 15 years is 25%. However, most of the employees ( given as 33% on chart) 
is likely to work between 1 to 5 years. Taking the mean average method, the statistics comes as 34% 
of the employees working in the company are most responded workers. Similarly, a single worker is 
working in the company at an average of 8 years as well. 
Analysis of Chart: 
Based on our questionnaire interviews with different levels of the workers in the company, we have 
found several statistics based on time period. The analytical way of expressing the workers 
willingness to work has come across with respective of their existence in the company. We have 
found the lower level employee in the organization working for lesser time period. According to our 
0 5 10 15 20 25 30 35 
> 1 year 
1-5 years 
5-15 years 
< 15 years 
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research, it is because of little critical reason (like Job Placement, Job Shifting, Promotional factor 
etc.) the time span of the lower level employee is seen lesser.  
Conclusion of Chart: 
The given bar-chart appears as Up-Trend. It is important to know that the level of employees are 
changing within the organization with respect to timeline. Employees working in the higher level has 
timeline of more than 15 years. Likewise, ¼ of employees working up-to 15 years. On the other hand 
the first two bar ( 17% , 33% ) makes a conclusion of almost half of the total employees are working 
for lesser time. It is therefore, based on our research, the motivational factor which is to be improved 
in the lower level has been a vital importance in the CG Group of Companies. 
HS- Highly Satisfy                        SA- Strongly Agree   
S-    Satisfy      A-     Agree             
DS- Dissatisfy        D- Disagree        
HDS- Highly Dissatisfy     SD-Strongly Disagree 
N- Neutral      N- Neutral  
Percentag
e 
 
 
                                                                        Response 
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their Boss 
Arguments with motivation by 
their Leader 
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CHART 2 
Description of Chart: 
This chart explains responses for the two important cases as differentiated with different colors ( as 
shown in the chart ). 
Case A : Satisfaction of employee with their Boss. 
The satisfaction level of the employee is seen higher for ‘ Satisfied’ which is seen as 40%. However, 
the level is very low at the beginning on 10 % for ‘ Highly Satisfied’. This underlines for the 
employee at higher level in the company. On the other hand, about 30 percent of employee are seen on 
‘Dissatisfied’ level; 20 percent on dissatisfied and 10 percent as highly dissatisfied. Dissatisfaction of 
employee reflects the poor communication level between Boss and Employee as well.  
Case B: Arguments with motivation by their leader. 
10% of the employee level have no arguments whereas half of the total employee’s feedback 
regarding the arguments with motivation is found as neutral. On the other hand, less than 10 % is 
disagree with the arguments with motivation ( Will be discussed later in the conclusion part ). 
Likewise, about 1/4
th
 of the total employee  are merely happy with their leader. The argument for 
motivation here appears quite positive.  
 
Analysis  and Conclusion of Chart: 
Satisfaction level is seen progressive in the higher level of employees. The lower level might be down 
with the poor communication and some discrimination between the different level of employee in the 
organization. A proper communication tool is essential for each level to establish strong bond and 
employee relationship. In the next part, it is seen that there is discrimination for motivational factors 
such as extra benefits, spot bonuses etc. in different level. To develop a better understandings in 
employee relation is a must.  
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CHART 3 
 Description of Chart: 
The above given chart defines about the different categories of incentives that are available in each 
employee level. However, some kind of incentives doesn’t appear transparent to all levels. As seen. 
The volume of non-financial incentives is minimum. For instance, incentives such as ‘promotion’, 
‘placement’ and ‘rewards’ are non-financial incentives. Whereas, incentives such as ‘financial 
awards’, ‘Bonuses’, ‘Extra benefits’ etc. are financial incentives and an approximate of 30 percent 
volume is classified for this incentive. However, for both the incentives i.e. financial and non–
financial ,the volume is seen at approximate of 65 percent. 
 Analysis and conclusion of Chart: 
In analysis part , it is observed that most of the employees seek for both types of incentives. The 
financial and non-financial types of incentives is prior to employees motivation, and it remains 
adjacent to different level of employees in organization. Employees are mostly attracted towards any 
kind of incentives in general. Thus, different types of incentives had played important role in the 
development of the company. 
 
Finalcial Incentives 
Non-financial Incentives 
Both 
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Percentage 
                                           
         Response 
CHART 4 
Description of Chart: 
 In this section, the measurement of satisfaction for incentives with respect to employees on different 
level in the organization. With the variation of incentives on different level ( discussed earlier ), the 
satisfaction level of employee varies with employee position and the nature of task defined to them. 
Based on our research, an approximate of 28 percent of total employees are dissatisfied with different 
types of incentives the company holds for them. About 15% of the total employee are highly satisfied 
for incentives granted to them. This might be defined for the smaller group of employee based on 
nature of task at higher level. 
 
 Analysis and Conclusion of Chart: 
 In this section, we have found that the satisfaction of employee varies with the nature of task as 
defined to them. Employees at the higher level of company are mostly satisfied with incentives 
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provided to them which come across financial and non-financial benefits. However, discrimination for 
incentive distribution still exists in the lower level of employees in CG Group of companies.  
 
CHART 5 
Description of Chart: 
In any organization there may occur several reasons that may inspire or encourage workers to work 
enthusiastically within the organizational environment. Several types of motivational factors may 
create changes in working atmosphere in the employee level. This chart defines on five different types 
of motivational factor that encourages them to work and helps in the development of individual effort 
to work. Maximum of 68% is observed in Co-Operation. Whereas 36% each is underlined 
simultaneously with the motivational factors; Recognition & Lack of Control. However, employees in 
the CG Group do not believe in the motivational factors; Challenge & Competition.   
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 Analysis and Conclusion: 
The difference in perception and beliefs of each individual worker plays critical role for the 
willingness to work. In our research, the employee motivational factor ‘Challenge’ and ‘Competition’ 
has no such value over their ‘comfort to work’ nature. On the other hand, ‘Co-Operation’ has greater 
importance in comparison to other motivational factors. 
.  
CHART 6 
Description of Chart: 
The above given Pie-Chart explains about which of the given factor motivates the most in terms of 
priority. As seen, periodic increase in salary comes with 40 % of total volume, whereas the job 
security is on the second priority at 30 %.  In CG Company the factors such as ‘ Inspired by Boss’ and 
‘Promotional Opportunities’ comes at the lowest level of priority at 5 % each of volumes. However, 
motivational factor ‘Effective Performance Appraisal System’ has been of no priority. 
  
Analysis and Conclusion of Chart: 
Periodic Increase in Salary 
Job Security 
Inspired by Boss 
Relationship With Co-workers 
Effective Performance Apprisal 
System 
Promotional Opportunities 
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In Chaudhary Group, it has been observed that several motivational factors has its own importance for 
different level of employees. It differs in the difference with the individual perception of the workers. 
The maximum priority is seen on the ‘Periodic increase in salary’, which concludes that workers are 
much happy with the salary increment on time to time. Likewise ‘Job Security’ is another prior 
motivational factor for the employees found as 30 percent of total workers in CG Company. On the 
other hand about 1/10
th
 of total workers are motivated with better relation within co-workers. 
However, the least priority is found for the motivational factor ‘Promotional Opportunities’ and ‘Top-
Order inspirations.   
  
 
CHART 7 
Description of Chart: 
The above chart explains about the different factors which motivates the employees the most. 
According to the available chart, the maximum at 40% of the total workers are happy with the 
‘Increase with salary’. ‘Promotion’ with 30% and ‘recognition’ with 14% only. Likewise, factors like 
‘leave’ and  ‘Motivational Talks’ are seen at the lowest levels of 8 percent each. 
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Analysis and Conclusion of Chart: 
 Since employees at different levels in an organization have difference in expectations on behalf of 
motivational factors. In case of CG Group, most of the employees seek for increment in salary with 
respect to changes in time. Similarly promotional factors and recognition are seen most in the human 
resource and management department. On the other hand ‘leave’ and ‘motivational talks’ are at the 
minimum level of choice. 
 
 
CHART 8 
Description of Chart: 
This chart explains about by what volume the leader of a company make involvement of employees in 
the decision making process and implementation of action plans. According to the survey, most of the 
employees at 60% says ‘NO’ to the question mark stated above. Some 28 % of the employees says  
‘YES’, however, least at 10 percent is found as ‘Occasionally’. 
 
 
Yes 
No 
Occasionally 
28 
60 
12 
Chart Title 
Series 1 Column1 Column2 
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Analysis and Conclusion of Chart: 
Decision making process is of great importance in any organization. As in case of CG Company it is 
seen monopolistic at higher level, whereof there is no any involvement of general employees. But in 
case of lower management level and that because of better communication within the specific 
department, some positive sign of employee involvement is seen for decision making processes. 
(Observed from different levels of employees). 
 
7. Discussion  
The use of Path-Goal theory to define the value-based leadership was an appropriate to our research 
paper. We have used several measurements over individual choices in the CG Company over working 
environment and the motivational factors that are suitable in each department. As Path-Goal theory 
explains about the employees oriented behaviors which have been a great challenge for a successful 
leader to achieve organizational goal in a definite way. 
Path-Goal theory underlines leadership participation technique whereby a leader plays vital role to 
identify working behavior of each individual worker, motivates them to work comfortably and create 
definite path to act better for welfare of organization. This leadership style includes supportive, 
directive, participate and achievement oriented tools that helps to clear obstacles and results in 
rewarding the employees with several motivational factors. 
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Figure: Path-Goal Leadership Theory 
Source: (http://managementstudyguide.com/houses-path-goal-theory.htm 
Path-goal theory is a contingency theory, in that it predicts how leaders’ style will interact with 
follower needs and the nature of the task. It argues directive leadership for ambiguous tasks, 
supportive leadership for repetitive tasks, participative leadership for unclear, autonomous task and 
achievement-oriented leadership for challenging tasks. (David, March, 2010). 
 Maslow’s Hierarchy of Needs has often been represented in a hierarchical pyramid with five 
different levels. The four levels (lower-order) are considered specifically as physiological 
needs while the top level is considered as growth needs. The five different levels of needs are ; 
 Self-actualization – morality, creativity, problem solving, etc. 
 Esteem – includes confidence, self-esteem, achievement, respect, etc. 
 Belongingness – includes love, friendship, intimacy, family, etc. 
 Safety – includes security of environment, employment, resources, health, property, etc. 
 Physiological – includes air, food, water, sex, sleep, other factors towards homeostasis, etc.
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Deprivation Needs 
The first four levels are considered deficiency or deprivation needs (“D-needs”) in that their lack of 
satisfaction causes a deficiency that motivates people to meet these needs. Physiological needs, the 
lowest level on the hierarchy, include necessities such as air, food, and water. These tend to be satisfied 
for most people, but they become predominant when unmet. During emergencies, safety needs such as 
health and security rise to the forefront. Once these two levels are met, belongingness needs, such as 
obtaining love and intimate relationships or close friendships, become important. The next 
level, esteem needs, include the need for recognition from others, confidence, achievement, and self-
esteem. 
The highest level is self-actualization, or the self-fulfillment. Behavior in this case is not driven or 
motivated by deficiencies but rather one’s desire for personal growth and the need to become all the 
things that a person is capable of becoming (Maslow, 1970). 
While a useful guide for generally understanding why students behave the way that they do and in 
determining how learning may be affected by physiological or safety deficiencies, Maslow’s theory has 
its share of criticisms. Some have noted vagueness in what is a “deficiency”; what is a deficiency for 
one is not necessarily a deficiency for another. Secondly, there seem to be various exceptions that 
frequently occur. For example, some people often risk their own safety to rescue others from danger. 
This part will talk about our suggestions for the further research beyond the conclusion which are 
related to what other new theories could be used for supporting our further research and what new 
information and data-collection-methods could be also used. 
Our project due to the limitation of time and space is focusing on the analysis of the contributions of 
motivation to the employees of CG Company. Due to the limitation of time, we have no possibilities of 
testing what the result of these strategies would be and meaning whether motivating strategies in 
competitors' relation actually contributing to the improvement of employee performance. 
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8. Conclusion 
There are lots of books about leadership and motivation since many years. We can find many 
theories on it but none of the theories are universal. Local political environment, national culture, 
economy, and so many factors play an important role to influence the leadership. Motivation also 
varies and depends on so many factors. In our opinion, leader is a dynamic person who knows the 
mission, deliver the vision and implement the plan in a proper way. Motivation is a part of 
leadership which makes easier to achieve the goal. Here our focus was to find the answer of is the 
high politicized environment affects the leader to motivate his employees. We choose Chaudhary 
Group Company of Nepal. 
As we came to know that leader of CG Company is suffering from direct and indirect from the 
political pressure. Cash donation to political parties, provide the job for workers of major political 
parties are very common problem there.  
Now the Company is providing rewards, bonus and incentives to its employees. Sometimes the 
Chaudhary Group conducting free health camps, staffs tour and inter department sports competition 
which helps to encourage employees to make them willing to do their job. 
Cultural diversity also influences the business. There are a lot of ethnic groups and casts in Nepal. 
After the end of monarchy system, now everyone looks for their equal rights in every place. That is 
another issue in Chaudhary Group business house. But they are trying to overcome from the 
discrimination to any cast and group. Involving as many as employees for decision making and 
providing the equal opportunity to all is the motive of CG. 
According to the Deputy General Manager (DGM) of Administration section Mr.Mohan Khanal, 
motivation is the key issue for the goal achievement. From his long experiences, he thinks 
motivation can enhance the employee performance. 
Finally we conclude that highly politicized environment is not good for business sector. There are 
many political forces and have sister organization in every government and non-government 
organizations. These political parties use those groups according to their interest. In my informal 
meeting, one of the responsible staff of CG told me the Company is providing lots of money as a 
donation for many political parties. So that those political parties do not misuse their sister 
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organizations against the management. But that doesn’t motivate the employee. It just keep them 
silence and not to make any violence and strike.  
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  10.  Appendices. 
10.1. Interview 
Mr. Mohan Khanal 
( DGM – Administration) 
Mr. Khanal joined the Administrative team of Chaudhary Mansion, Chaudhary Group in 2047 BS 
(1991) as an Administrative officer. During his office tenure of almost 2 decades at the mansion 
cluster of Chaudhary Group, he has proved to be a strong pillar in the field of personnel 
administration, human resources, liaisoning with Government and non-Government organization, 
property management and legal affairs of the Group. Mr. Khanal is one of the dedicated and loyal 
friends of his colleagues and the Group as well. 
-Do you feel any kind of differences in this unstable political environment of Nepal concerning to 
your duties and responsibilities? 
Politics in Nepal was never performance-based. Running a government successfully is not much 
different from running a business and the parties have to understand that they have to deliver. Also, 
you can’t have stable politics without a vibrant economy. I realized that to make a change, you can’t 
continue to sit in the audience; you have to become an actor.  
Several times we have faced so many problems due to this politicized environment everywhere. 
Sometimes we try making some decisions for the goodwill of the company but we can’t implement 
them due to the political forces. As an administrator, I also have faced so many challenges during my 
service period. Honestly, even I have many experiences about such problems which couldn’t be 
solved and I reported them to my seniors.  
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- Currently in Nepal, there are so many sister organizations of many political parties in every 
business sector. In this scenario, how are you trying to motivate the employees in your department? 
In this millennium, right information at the right time can be the most trusted weapon to survive and 
grow against cascading effects of business innovations throughout the global business perspective. 
Money, Material & Men are all interrelated and heavily dependent to each other. Accordingly, the first 
two cannot make a whole without Men i.e. people of the organization. 
With the aim of improving productivity and efficiency, the company has formed a policy of rewarding 
deserving employees and recognizing significant contribution made by them towards the overall 
efficiency of the organization and business. The above move would not only increase productivity but 
also help bring about a sense of ownership and self-belongingness, feels the management. All HODs 
should treat themselves as HR managers and ensure proper people management looking after their 
growth, motivation, and morale. We should empower people to take decisions for their processes at all 
levels. We need to be more participatory while taking decisions. We also need to have a proper 
judgment and visible differentiation for performers and non-performers. We are continuously 
providing rewards based on the elements of Key achievements, noteworthy acts and extra-ordinary 
initiatives. Some examples of noteworthy initiatives includes- Special projects undertaken, Special 
profit made to the company through initiatives other than directly related to his task, crisis 
management, problem solving ability and factors like commitment and honesty. 
But due to the political fraction and conflicts, it is very hard to motivate all the employees together. 
Whoever working here has more or less same interests and ambitions. In this company also has many 
worker’s organizations and they are directed by their belonging political parties. So, to collect all 
employees under an umbrella is almost impossible and obviously this situation will not deliver the 
good impact to the achievement of company goal. 
- The Rajdhani daily newspaper claimed that it is in possession of a 33 page long document 
confirming that the two business houses are involved in fake VAT bill scam. One of them is your 
CG Company. Do you have any argument on it, as a responsible employee of the company? 
I don’t want to say more about it. It was a case and all investigations on it have been already 
conducted by the authority. The issues and problems are already addressed. Of course, there was some 
conflicts and misunderstanding between our company and government. But whatever the media and 
news papers highlighted the issue is not correct at all.  
-What do you think about the cultural and political impact in Chaudhary Group? 
As you know we have more than one hundred different casts in our country. Now government also 
divided the quota for different ethnic and backward groups. And all of these groups are still fighting 
for their rights. Having so many employees in this company, that affects business in somehow. But we 
always try to overcome from the discrimination to any cast and group. 
While we are talking about the political impact that is really a big issue. Sometimes people come to us 
to find the job with recommendation of political leader. Government does not have any attention about 
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how the business organizations are running in this crisis. More than eight hours electricity cut-off is 
normal. There are so many direct and indirect adverse effects of politics creating the problem in all 
business houses of Nepal.   
-In your opinion does the motivation help to improve the performance of employees? 
Every employee needs to be motivated in the right manner with the right amount. It is the driving 
force that spells efficiency. In consent with many theories and practices, the management needs to 
motivate employees through rewards, incentives & appreciation. Rewarding excellence is a mandatory 
move by the management, who feels that such a move would go a long way in increasing a sense of 
competitiveness and challenging the self .It acts a as a huge motivating factor that will improve 
effectiveness in work. 
Competition is not about outwitting others but the self. One’s biggest competition is none other than 
his own self. Taking challenges and attempting to beat the self is the biggest road to success. In an 
organization, competition involves taking up the challenges posed by the daily tasks and activities that 
one is supposed to perform in. Motivation is the key to success of any organization. 
 
-Do you have any suggestions and/or arguments? 
The decade long civil war between the insurgents and the state shattered Nepal’s already fragile 
economy. Even after the declaration of Federal Republic of Nepal, investment and business 
environment of the country has still not recovered. Lacking security, corruption, red tape and the 
overall uncertainty hanging over the country have pushed the country’s economy to the breaking 
point. Needless to say, the state of the country’s economy poses a big challenge for the new 
government. 
With the first step to end the old order, the state has to implement a sustainable economic agenda that 
addresses widespread poverty and massive unemployment, severely skewed resource distribution 
patterns and centrally controlled planning and resource allocation system of development. The 
Nepalese people expect better governance, less corruption and infighting among the politicians, but 
they also demand for a redistribution of power and resources. 
10.2 Sample of the Survey Responses   
Dear Sir/Madam, 
As a part of our project, we would like to gather some information which will help us in depth 
study of our project. We will be obliged if you co-operate to filling these following given 
questionnaires. Since the questionnaires are being used just for academic purpose, the gathered 
information will be strictly confidential.  
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Guru Prasad Sapkota 
Nitesh Nepal 
Kindly requested you to fill the following form; 
 
Full Name          Date of Birth 
Department           Designation   
 
 
(Please put the tick mark in the appropriate box) 
1) How long have you worked for this company? 
a) Less than 1 year  
b) 1 to 5 years   
c) 5 to 15 years    
d) More than 15 years 
2) Are you satisfied with the support from your boss? 
a) Highly satisfied 
b) Satisfied    
c) Dissatisfied    
Pritam Sitoula 1966/9/3 
Assistant Manager      Human Resource 
 
 
 
√ 
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d) Highly dissatisfied  
e) Neutral  
3) Do you think your leader is really interested in motivating the employees? 
a) Strongly agree 
b) Agree  
c) Disagree    
d) Strongly disagree 
e) Neutral  
4) Which types of incentives motivates for you? 
a) Financial incentives 
b) Nonfinancial incentives 
c) Both   
5) How much are you satisfied with the incentives provides by your organization? 
 a) Highly satisfied 
b) Satisfied   
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
6) Which of these factors do you feel affects your ability to work? Choose one.   
√ 
 
 
 
 
 
√ 
 
 
 
 
 
√ 
 
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
lack of 
√ 
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a) Challenges  
b) Lack of control                  
c) Competition    
d) Cooperation           
e) Recognition 
 
7) Please provide the following rates,                  
     (1- Strongly Agree,       2- Agree,       3- Neutral,        4- Disagree,       5- Strongly Disagree,) 
No. Factors Rates 
I Reasonable Periodical Increase in Salary 1 
Ii Job Security Exist in the Company 1 
Iii Inspired by Your boss and his Behavior to You 2 
Iv Good Relationship with Co-workers  
V Effective Performance Appraisal System  
Vi Effective Promotional Opportunities in the Organization  
Vii Good Safety Measures Adopted in the Organization  
Viii Performance Appraisal Activities are Helpful to Get Motivated  
Ix Support From Co-workers are helpful to Get Motivated  
X Company Recognize and Acknowledge Your Work 2 
                                                                                                                                                                   
8) Rank the following factors which motivates you the most?                                                                    
(Rank 1, 2, 3, 4… respectively) 
No. Factors Rates 
I Increase in Salary 1 
Ii Promotion 2 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
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feel 
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ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
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control  
C.  competition  
D.  cooperation  
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Q.3)  
Which 
of 
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do you 
feel 
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your 
ability 
to 
work? 
Choose 
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A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
these
factors 
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
 
√ 
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Iii Motivational Talks 4 
Iv Leave 5 
V Recognition 3 
                                                                                                                                                                   
9) Do you think the incentives and other benefits will influence your performance? 
a) Influence 
b) Doesn’t Influence  
c) No opinion    
10) Does your Boss/ Leader involve you to decision making process in your department? 
a) Yes 
b) No 
c) Occasionally     
11) What kinds of changes do you expect to improve the work place environment? Please give your 
three opinions. 
1. Promotion 
2. Increase in salary 
3. Bonus 
Thank you for your kind co-operation 
 
 
 
 
 
√ 
 
 
 
√ 
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Sample of Response 
For academic purpose, the gathered information will be strictly confidential. Dear Sir/Madam, 
As a part of our project, we would like to gather some information which will help us in depth 
study of our project. We will be obliged if you co-operate to filling these following given 
questionnaires. Since the questionnaires are being used just 
 
Guru Prasad Sapkota 
Nitesh Nepal 
Kindly requested you to fill the following form; 
 
Full Name          Date of Birth 
Department           Designation   
(Please put the tick mark in the appropriate box) 
1) How long have you worked for this company? 
a) Less than 1 year  
b) 1 to 5 years   
c) 5 to 15 years    
d) More than 15 years 
2) Are you satisfied with the support from your boss? 
Preeti Mandal 27-12-1965 
Public Relation Officer Public Relation 
 
 
 
√ 
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a) Highly satisfied 
b) Satisfied    
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
3) Do you think your leader is really interested in motivating the employees? 
a) Strongly agree 
b) Agree  
c) Disagree    
d) Strongly disagree 
e) Neutral  
4) Which types of incentives motivates for you? 
a) Financial incentives 
b) Nonfinancial incentives 
c) Both   
5) How much are you satisfied with the incentives provides by your organization? 
 a) Highly satisfied 
b) Satisfied   
c) Dissatisfied    
 
 
√ 
 
 
 
 
 
√ 
 
 
 
 
 
 
 
√ 
 
 
√ 
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d) Highly dissatisfied  
e) Neutral  
6) Which of these factors do you feel affects your ability to work? Choose one.   
a) Challenges  
b) Lack of control                  
c) Competition    
d) Cooperation           
e) Recognition 
7) Please provide the following rates,                  
     (1- Strongly Agree,       2- Agree,       3- Neutral,        4- Disagree,       5- Strongly Disagree,) 
No. Factors Rates 
I Reasonable Periodical Increase in Salary 1 
Ii Job Security Exist in the Company 1 
Iii Inspired by Your boss and his Behavior to You 2 
Iv Good Relationship with Co-workers  
V Effective Performance Appraisal System  
Vi Effective Promotional Opportunities in the Organization  
Vii Good Safety Measures Adopted in the Organization  
Viii Performance Appraisal Activities are Helpful to Get Motivated  
Ix Support From Co-workers are helpful to Get Motivated  
X Company Recognize and Acknowledge Your Work 2 
                                                                                                                                                                   
8) Rank the following factors which motivates you the most?                                                                    
(Rank 1, 2, 3, 4… respectively) 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
fact rs 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
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E.  recognition  
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affects 
your 
ability 
to 
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B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
 
A.  challenges  
B.  
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D.  cooperation  
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feel 
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your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
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No. Factors Rates 
I Increase in Salary 1 
Ii Promotion 2 
Iii Motivational Talks 4 
Iv Leave 5 
V Recognition 3 
 
                                                                                                                                                                    
9) Do you think the incentives and other benefits will influence your performance? 
a) Influence 
b) Doesn’t Influence  
c) No opinion    
 
10) Does your Boss/ Leader involve you to decision making process in your department? 
a) Yes 
b) No 
c) Occasionally     
 
11) What kinds of changes do you expect to improve the work place environment? Please give your 
three opinions. 
1. Promotion 
2. Increase in salary 
 
 
√ 
 
 
 
√ 
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3. Bonus 
 
Thank you for your kind co-operation 
Dear Sir/Madam, 
As a part of our project, we would like to gather some information which will help us in depth 
study of our project. We will be obliged if you co-operate to filling these following given 
questionnaires. Since the questionnaires are being used just for academic purpose, the gathered 
information will be strictly confidential.  
 
Guru Prasad Sapkota 
Nitesh Nepal 
 
Kindly requested you to fill the following form; 
 
Full Name          Date of Birth 
Department           Designation   
 
 
(Please put the tick mark in the appropriate box) 
1) How long have you worked for this company? 
a) Less than 1 year  
Pritam Sitoula 1966/9/3 
Assistant Manager      Human Resource 
 
√ 
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b) 1 to 5 years   
c) 5 to 15 years    
d) More than 15 years 
2) Are you satisfied with the support from your boss? 
a) Highly satisfied 
b) Satisfied    
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
3) Do you think your leader is really interested in motivating the employees? 
a) Strongly agree 
b) Agree  
c) Disagree    
d) Strongly disagree 
e) Neutral  
4) Which types of incentives motivates for you? 
a) Financial incentives 
b) Nonfinancial incentives 
c) Both   
 
 
 
 
 
√ 
 
 
 
 
√ 
 
 
 
 
 
√ 
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5) How much are you satisfied with the incentives provides by your organization? 
 a) Highly satisfied 
b) Satisfied   
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
6) Which of these factors do you feel affects your ability to work? Choose one.   
a) Challenges  
b) Lack of control                  
c) Competition    
d) Cooperation           
e) Recognition 
 
7) Please provide the following rates,                  
     (1- Strongly Agree,       2- Agree,       3- Neutral,        4- Disagree,       5- Strongly Disagree,) 
No. Factors Rates 
I Reasonable Periodical Increase in Salary  
Ii Job Security Exist in the Company  
Iii Inspired by Your boss and his Behavior to You 1 
Iv Good Relationship with Co-workers 1 
V Effective Performance Appraisal System  
Vi Effective Promotional Opportunities in the Organization  
 
 
 
 
√ 
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work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to w rk? 
Cho se one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
these
factors 
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
 
√ 
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Vii Good Safety Measures Adopted in the Organization  
Viii Performance Appraisal Activities are Helpful to Get Motivated 1 
Ix Support From Co-workers are helpful to Get Motivated  
X Company Recognize and Acknowledge Your Work 2 
                                                                                                                                                                   
8) Rank the following factors which motivates you the most?                                                                    
(Rank 1, 2, 3, 4… respectively) 
No. Factors Rates 
I Increase in Salary 3 
Ii Promotion 4 
Iii Motivational Talks 2 
Iv Leave 5 
V Recognition 1 
 
 
                                                                                                                                                                 
9) Do you think the incentives and other benefits will influence your performance? 
a) Influence 
b) Doesn’t Influence  
c) No opinion    
 
10) Does your Boss/ Leader involve you to decision making process in your department? 
a) Yes 
 
 
√ 
 
√ 
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b) No 
c) Occasionally     
 
11) What kinds of changes do you expect to improve the work place environment? Please give your 
three opinions. 
1. No-gender discrimination 
2. Involve in decision making 
3. Really fell to be like a part of company 
Thank you for your kind co-operation 
Dear Sir/Madam, 
As a part of our project, we would like to gather some information which will help us in depth 
study of our project. We will be obliged if you co-operate to filling these following given 
questionnaires. Since the questionnaires are being used just for academic purpose, the gathered 
information will be strictly confidential.  
 
Guru Prasad Sapkota 
Nitesh Nepal 
Kindly requested you to fill the following form; 
 
Full Name          Date of Birth 
Department           Designation   
 
 
Sushila Karki 23-12-1969 
Security Guard  Security 
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(Please put the tick mark in the appropriate box) 
1) How long have you worked for this company? 
a) Less than 1 year  
b) 1 to 5 years   
c) 5 to 15 years    
d) More than 15 years 
2) Are you satisfied with the support from your boss? 
a) Highly satisfied 
b) Satisfied    
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
3) Do you think your leader is really interested in motivating the employees? 
a) Strongly agree 
b) Agree  
c) Disagree    
d) Strongly disagree 
 
 
√ 
 
 
 
 
√ 
 
 
 
 
 
 
 
 
√ 
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e) Neutral  
4) Which types of incentives motivates for you? 
a) Financial incentives 
b) Nonfinancial incentives 
c) Both   
5) How much are you satisfied with the incentives provides by your organization? 
 a) Highly satisfied 
b) Satisfied   
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
6) Which of these factors do you feel affects your ability to work? Choose one.   
a) Challenges  
b) Lack of control                  
c) Competition    
d) Cooperation           
e) Recognition 
 
7) Please provide the following rates,                  
√ 
 
 
 
 
√ 
 
 
 
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
 
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
these
factors 
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to w rk? 
Cho se one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
these
factors 
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
 
 
√ 
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     (1- Strongly Agree,       2- Agree,       3- Neutral,        4- Disagree,       5- Strongly Disagree,) 
No. Factors Rates 
I Reasonable Periodical Increase in Salary 2 
Ii Job Security Exist in the Company 2 
Iii Inspired by Your boss and his Behavior to You 1 
Iv Good Relationship with Co-workers 1 
V Effective Performance Appraisal System  
Vi Effective Promotional Opportunities in the Organization  
Vii Good Safety Measures Adopted in the Organization  
viii Performance Appraisal Activities are Helpful to Get Motivated 1 
Ix Support From Co-workers are helpful to Get Motivated  
X Company Recognize and Acknowledge Your Work 2 
                                                                                                                                                                   
8) Rank the following factors which motivates you the most?                                                                    
(Rank 1, 2, 3, 4… respectively) 
No. Factors Rates 
I Increase in Salary 1 
Ii Promotion 2 
Iii Motivational Talks 3 
Iv Leave 4 
V Recognition 5 
                                                                                                                                                                   
9) Do you think the incentives and other benefits will influence your performance? 
a) Influence 
b) Doesn’t Influence  
c) No opinion    
√ 
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10) Does your Boss/ Leader involve you to decision making process in your department? 
a) Yes 
b) No 
c) Occasionally     
11) What kinds of changes do you expect to improve the work place environment? Please give your 
three opinions. 
1. Job Guarantee  
2. Equal opportunity in all sectors 
3. No discrimination 
Thank you for your kind co-operation 
Dear Sir/Madam, 
As a part of our project, we would like to gather some information which will help us in depth 
study of our project. We will be obliged if you co-operate to filling these following given 
questionnaires. Since the questionnaires are being used just for academic purpose, the gathered 
information will be strictly confidential.  
Guru Prasad Sapkota 
Nitesh Nepal 
Kindly requested you to fill the following form; 
 
Full Name          Date of Birth 
Department           Designation   
Arunbhadra Khanal 1981-july-12 
Accountant       Production 
 
 √ 
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(Please put the tick mark in the appropriate box) 
1) How long have you worked for this company? 
a) Less than 1 year  
b) 1 to 5 years   
c) 5 to 15 years    
d) More than 15 years 
2) Are you satisfied with the support from your boss? 
a) Highly satisfied 
b) Satisfied    
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
3) Do you think your leader is really interested in motivating the employees? 
a) Strongly agree 
b) Agree  
c) Disagree    
d) Strongly disagree 
√ 
 
 
 
 
√ 
 
 
 
 
√ 
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e) Neutral  
4) Which types of incentives motivates for you? 
a) Financial incentives 
b) Nonfinancial incentives 
c) Both   
5) How much are you satisfied with the incentives provides by your organization? 
 a) Highly satisfied 
b) Satisfied   
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
6) Which of these factors do you feel affects your ability to work? Choose one.   
a) Challenges  
b) Lack of control                  
c) Competition    
d) Cooperation           
e) Recognition 
 
7) Please provide the following rates,                  
√ 
 
 
√ 
 
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Which of these 
fact rs do y u feel 
affects your ability 
to work? 
Choose one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
th se 
factor  
d  you 
feel 
affects 
y ur 
ability 
to 
work? 
Choose 
one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
 
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
th se
factor  
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to w rk? 
Cho se one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
these
factors 
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
 
√ 
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     (1- Strongly Agree,       2- Agree,       3- Neutral,        4- Disagree,       5- Strongly Disagree,) 
No. Factors Rates 
I Reasonable Periodical Increase in Salary 1 
Ii Job Security Exist in the Company 1 
Iii Inspired by Your boss and his Behavior to You  
Iv Good Relationship with Co-workers 2 
V Effective Performance Appraisal System  
Vi Effective Promotional Opportunities in the Organization 2 
Vii Good Safety Measures Adopted in the Organization  
viii Performance Appraisal Activities are Helpful to Get Motivated  
Ix Support From Co-workers are helpful to Get Motivated 2 
X Company Recognize and Acknowledge Your Work 2 
                                                                                                                                                                   
8) Rank the following factors which motivates you the most?                                                                    
(Rank 1, 2, 3, 4… respectively) 
No. Factors Rates 
I Increase in Salary 1 
Ii Promotion 2 
Iii Motivational Talks 5 
Iv Leave 4 
V Recognition 3 
                                                                                                                                                                   
9) Do you think the incentives and other benefits will influence your performance? 
a) Influence 
b) Doesn’t Influence  
c) No opinion    
√ 
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10) Does your Boss/ Leader involve you to decision making process in your department? 
a) Yes 
b) No 
c) Occasionally     
11) What kinds of changes do you expect to improve the work place environment? Please give your 
three opinions. 
1. Good salary 
2. Job Security 
3. Pension Facility 
Thank you for your kind co-operation 
 
Dear Sir/Madam, 
As a part of our project, we would like to gather some information which will help us in depth 
study of our project. We will be obliged if you co-operate to filling these following given 
questionnaires. Since the questionnaires are being used just for academic purpose, the gathered 
information will be strictly confidential.  
Guru Prasad Sapkota 
Nitesh Nepal 
Kindly requested you to fill the following form; 
 
Full Name          Date of Birth 
 
√ 
 
Mohan Kumar Niroula 22-07-1972 
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Department           Designation   
(Please put the tick mark in the appropriate box) 
1) How long have you worked for this company? 
a) Less than 1 year  
b) 1 to 5 years   
c) 5 to 15 years    
d) More than 15 years 
2) Are you satisfied with the support from your boss? 
a) Highly satisfied 
b) Satisfied    
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
 
3) Do you think your leader is really interested in motivating the employees? 
a) Strongly agree 
b) Agree  
c) Disagree    
d) Strongly disagree 
Marketing Manager  CG Electronics 
 
 
√ 
 
 
√ 
 
 
 
√ 
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e) Neutral  
4) Which types of incentives motivates for you? 
a) Financial incentives  
b) Nonfinancial incentives 
c) Both   
 
5) How much are you satisfied with the incentives provides by your organization? 
 a) Highly satisfied 
b) Satisfied   
c) Dissatisfied    
d) Highly dissatisfied  
e) Neutral  
 
6) Which of these factors do you feel affects your ability to work? Choose one.   
a) Challenges  
b) Lack of control                  
c) Competition    
d) Cooperation           
e) Recognition 
 
 
 
 
√ 
 
 
Q.3)  
Which of these 
factors do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
. )  
Which of thes  
factors do y u feel 
affects your ability 
to work? 
Choose one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
these 
factors 
do you 
feel 
affects 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
Q.3)  
Which of these 
fact rs do you feel 
affects your ability 
to work? 
Choose one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Which 
of 
th se 
factor  
d  you 
feel 
affects 
y ur 
ability 
to 
work? 
Choose 
one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
 
 
A.  challenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
E.  recognition  
Q.3)  
Whi h 
of 
th se
factor  
d  you 
feel 
aff cts 
your 
ability 
to 
work? 
Choose 
one.  
  
A.  hallenges  
B.  
lack of 
control  
C.  competition  
D.  cooperation  
√ 
 
 
√ 
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7) Please provide the following rates,                  
     (1- Strongly Agree,       2- Agree,       3- Neutral,        4- Disagree,       5- Strongly Disagree,) 
No. Factors Rates 
I Reasonable Periodical Increase in Salary 1 
Ii Job Security Exist in the Company 1 
Iii Inspired by Your boss and his Behavior to You 2 
Iv Good Relationship with Co-workers  
V Effective Performance Appraisal System  
Vi Effective Promotional Opportunities in the Organization 2 
Vii Good Safety Measures Adopted in the Organization  
viii Performance Appraisal Activities are Helpful to Get Motivated  
Ix Support From Co-workers are helpful to Get Motivated  
X Company Recognize and Acknowledge Your Work 2 
                                                                                                                                                                   
8) Rank the following factors which motivates you the most?                                                                    
(Rank 1, 2, 3, 4… respectively) 
No. Factors Rates 
I Increase in Salary 1 
Ii Promotion 4 
Iii Motivational Talks 2 
Iv Leave 4 
V Recognition 3 
                                                                                                                                                                    
9) Do you think the incentives and other benefits will influence your performance? 
a) Influence  
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b) Doesn’t Influence  
c) No opinion    
 
10) Does your Boss/ Leader involve you to decision making process in your department? 
a) Yes 
b) No 
c) Occasionally     
 
11) What kinds of changes do you expect to improve the work place environment? Please give your 
three opinions. 
1. Provision of pension system 
2. Provision of retirement fund 
3. Security of Job 
Thank you for your kind co-operation 
 
 
 
√ 
 
√ 
  
 
